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In this study, we try to explore the job
satisfaction level and job expectations of graduate
employees working in the Bank of China Group (BOC Group or
the Group) which has a relatively short history in employing
graduates. We shall explore the relationship between some
demographic data, and job nature and the satisfaction level
of the target group. Also, we try to reach those who have
resigned from the Group and use this information to
supplement our findings.
Our study covered 106 existing employees which
represents 21.2% of the total populaton. The results of this
study showed that the overall average score of satisfaction
level of the employees is 3.20 (expectation levels range
from 1 :very satisfied to 6: least satisfied). Apart from
the questionnaire survey, we have also interviewed the
management of the banks and obtained some of their views.
Having considered both the opinions of the
management and the survey results, we have put forth some
recommendations. It is recommended that the BOC Group
should organise Training for Trainers seminar for the
managers who have graduate employees working under them. The
Group should also pay the graduate employees at market
rates. The Group can delegate some lower level decision
making to the newly recruited graduate employees and help
the graduates to understand the decision making authority
they will have in their first few years with the Group.
The bank can also take initiative to have frequent.personal
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contact with the graduates to understand their neeas at
work and communicate what the bank can offer in their career
development.
We also propose that the bank may try to upgrade the
first-year job of the graduates by concentrating on smaller
number of trainees per year. Lastly, clearly defined and
well communicated grading policy will help the graduate
employees to have a favourable perception on advancement
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Profile of the BOC Grou
Banking is a highly competitive industry in Hong
Kong. After the moratorium on the issuance of bank
licences had been lifted in 1978, there are 153 licensed
banks in total as of April 1987 with a -.dense branch
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network of 1518 in Hong Kong. The significance of The Bank
of China Group (BOC Group or the Group) in the local banking
industry cannot be ignored. The following table summarizes
the relative shares of deposits, loans and total assets of
BOC Group in the banking sector.
TABLE 1
DEPOSIT, LOAN TOTAL ASSETS OF
2
THE BANK OF CHINA GROUP (in HK$ Million)
Total Asset:LoanDeposit
109,90028,95967,4001. BOC Group, 1985
1,101,021312,942367,224HK Total
9.98%9.250BOC Group to Total 18.35%
155,53253,6172. BOC Group, 1986 101,847
1,697,525390,747491,353HK Total
9.16%13.72%20.70%BOC Group to Total
1. Circular from the Office of the Commissioner of Banking,
1, AA rf
2. Annual Report of the Office of the Commissioner of
Banking, 1987.
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From the above table, we can see that the BOC Grout
has been expanding rapidly in recent years. It now has
13 sister banks with over 260 branches in Hong Kong. ThE
following banks are included in the Group:
Name No. of Branches/Sub-Branches
Bank of China 16
Bank of Communications 25
The China and South Sea Bank Ltd. 16
The China State Bank Limited 17
Chiyu Banking Corporation Limited 12
Hua Chiao Commercial Bank Limited 16
Kincheng Banking Corporation 23
The Kwangtung Provincial Bank 21
Nanyang Commercial Bank Limited 39
The National Commercial Bank Limited 16
Po Sang Bank Limited 8
Sin Hua Trust, Savings and Commercial
Bank Limited 39
The Yien Yieh Commercial Bank Limited 19
As shown above, the BOC Group operates an extensive
branch network in Hong Kong. Also, some member banks
operate branches or have representative offices in China as
well as in North America and Southeast Asia.
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Scope Of Study
Our study focuses on the matching of expectations of
the graduate employees and those of the management of the
BOC Group. Graduate Employee here refers to those who
have received formal tertiary education in either local or
overseas institutions. Expectations of the graduate
employees are mainly related to their perception on the
importance of job factors. Their job satisfaction levels
on these corresponding job factors reflects the degree to
which their expectations are met. The turnover analysis
provides supplement.information on their expectations.
In a service industry like banking, human resource
is one of the major assets. Unlike many other banks in Hong
Kong, the BOC Group only began to recruit graduates in early
80's. Each year, member banks of the Group are actively
engaged in the recruitment of graduates from the two
universities in Hong Kong, the Hong Kong Polytechnic and
other colleges like Baptist College. Recruitment talks are
held in the educational institutions to attract more
applicants.
In this paper, we will investigate the career path
of the graduates in the group, their value systems and the
satisfaction levels.
We are equally interested in the expectations of the
BOC Group management towards this category of staff. The
expected contributions from these graduate employees and the
extent to which such contribution is achieved will also be
discussed.
4By bringing the expectations of the graduate
employees with those of the BOC Group management in line, we
will specifically try to highlight the following questions:
1. Do the management style and other work
environment factors of the BOC group meet the expectations
of the graduates?
2. What is the attitude of the management of the BOC
Group towards losing some trained graduates? Will there
be any policy changes since the programme has been
implemented for seven years?
3. How can the programme be improved in order to
have a better match of expectations from both parties?
We will then discuss with the management about their
understanding of the needs and satisfaction level of those
graduates.
Lastly, we will evaluate the effectiveness of the
whole recruitment and development program and put forward
some recommendations for future development. It is hoped
that both graduates and management can have more realistic
expectations towards each other.
General Background Of The Recruitment Program
Unlike many other banks in Hong Kong, the BOC Group
only began to recruit graduates in early 80's. Before that
time, there were few employees graduated from the local
tertiary education institutes in the Group. The management
teams of the Group comprised of experienced- staff who
usually stayed with the same bank for more than two decades.
In connection with the Open Door policy of the People's
Republic of China in 1978, graduates were gradually
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considered as an alternative that could help accelerate the
growth. In the very beginning, local graduates were rare in
the banks. Most staff did not know exactly what they would
contribute to the organization and what they could really
do. The attitudes of the staff to the graduates were
diverse. Some thought that they should be more superior in
quality while some thought that they were not much
different from others except that they received more formal
education.
Nowadays, university graduates have penetrated into
many departments in the Group, whether staff or line
departments. They are no longer special in the Group.
In general, when a graduate joins a bank, he will be
given the title of trainee. Then a few-month training
program (three or four months) will be instituted. The
training is consisted of lectures and a brief rotation in
different major operation departments, e.g. accounting
department, bills department, deposits or loans
department. After that, he will be assigned to the
department in which he will be under closer supervision of
his immediate boss. By that time, the normal working life
of a graduate is formally started. In the past, almost all
trainees will be promoted after a standard period of service
and performance was not that significant to delay or
expedite the promotion. However,the situation has changed.
Performance appraisal is now conducted regularly by
immediate boss and promotion is based on merits. In light
of the above changes, what are the effects of this policy on
the satisfacti_n level of the graduates?
6
Since the Group began to recruit graduates, it is
expected that some graduates will quit. However, the Group
was dismayed to see that some outstanding graduates resigned
after a certain period of service. To some top executives,
they even begin to ponder whether it is worthwhile to
launch this program at all. In recent years, the banking
industry has been expanding rapidly which resulted in many
vacancies in other banks. Mobility in the industry thus
increases. As a result, turnover of-the graduates in the
Group is higher than before. How would the management view
this phenomenon? What is the impact of the increasinc
turnover rate on future recruitment and compensatior




In this chapter, we shall study some literature on
psychology of graduates and job satisfaction aspects which
are relevant to this study.
Psychology of Graduates At Work
As the education level of the youth is improved with
the increase in the number of places in universities, the
work attitudes of graduates become the focus of many
studies. In this study, graduates are our target group and
most of them took up the offer in the BOC Group as their
first full-time job. We try to explore the expectations of
these graduates at their early career years.
Graduates And Their First Job
Young graduates usually expect challenging work and
place more stress on intrinsic rather than extrinsic
rewards from their work. They also have strong need
forfeedback in performance. In terms of feedback, a boss is
playing an important role in coaching and providing
psychological support. Besides the aforesaid intrinsic
conditions, of course they require good salary and good
promotion prospects. The factors considered to-be very
important in choosing first jobs are (i) opportunities for
advancement, (ii)social status and prestige, (iii)
responsibility, (iv) opportunities to use special aptitude:
and educational background, (v) challenge and adventure,
8
(vi) opportunity to be creative and. original, ana 'viii nign
salary. The graduates may experience reality shock when
their high expectations are not met in their on-the-job
1
experience.
Management, on the other hand, has the following
expectations towards those new recruits. They include (i)
competence to get a job done, (ii) ability to accept
organizational realities ,(iii) ability to generate and
sell ideas, (iv) loyalty and commitment, (v) high personal
integrity and strength, and (vi) capacity to grow.
Sometimes, managers develop stereotype of the
recent college graduate. The most common ones are (i)
overambitious and unrealistic in his expectations, (ii) too
theoretical and naive to be given a challenging initial
assignment must first be educated and broken in, (iii)
too immature and inexperienced to be given much
responsibility, (iv) too security-conscious, unwilling to
take risks, and (v) unskilled in communication and fail to
see the difference between having a good idea and the
process of selling it. If a manager holds these concepts
when he trains the fresh graduate at work,.. the stereotype
can become a self-fulfilling prophecy. The career life of
the trainee may thus be hampered.
Some employers feel that the graduate makes an
awkward employee in any case, being uninterested, lazy and
critical. It is true that many graduates are undecided*
about their first occupation. They want to gain the hand-on
1. Douglas T. Hall, Careers in Organizations. Goodyear
Publishing Co. Inc., California, 1976. p.64.'
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experience of the fob that tney will aevoLe Lne re5L UL
their time as soon as possible. They do not like to wait
and do some irrelevant jobs. They want to know whether
they like the job and have the ability to take up the job
2
successfully. As a result, they behave unrested. Employer
should take good care of them at the beginning to let them
know the true picture as soon as possible. Otherwise, many
of them may quit soon after they joined the organization.
Organization Employing Graduates
For The First Time
As mentioned in Chapter I, the BOC Group is
a new-comer in employing graduates in a large scale. Until
now, it only has about eight years of experience in
recruiting graduates.
Thus, it is meaningful to study how an organization
adjusts its compensation philosophy, its training program
and its manpower planning to cope with the changes to
3
accommodate the graduates. According to Beryl R. Wright,
those firms deicided to recruit graduates to build up a
stratum of middle management should take great care to
consider the reaction of the old and faithful staff with
limited education but practical experience. In fact, this
may constitute a serious problem between these two groups
of staff unless the management initiates a plan to bridge
the gap at the very beginning.
2. T. Snow, Observations on the Present 'Crisis'. Patterns
of Change in Graduate Employment. Edited by Harriet
(_rccra.iav z Wi 1 1 i amc- 17l-
3. Beryl R. Wright, Beyond the University. Hong Kong
University Press 1971.
10
According to T. Snow, senior and middle management
are often even more threatened by an increase in graduate
recruitment. They find existing procedures being questioned
and criticized by energetic and articulate graduates with no
commitment to old-established ways. Many managers feel that
they will be compared to their disadvantage with these young
people and it is usually the junior and middle managers who
getting the best out of the new graduate intake. It should
not be done from a defensive position.
Education In Relation To Expectations, Job
Satisfaction and Performance
It is generally regarded that higher education
raises expectation. For example, two surveys indicated that
better educated workers were more concerned about decision
making, having more interesting work and having a chance to
develop their abilities and they were more optimistic about
upward mobility. The researches also supported that these
5
better educated workers had a higher turnover rate.
However, researches did not show consistent
relationship, either positive or negative. one, between
education and job satisfaction. High expectations do not
necessarily lead to dissatisfaction as the well educated
4. T. Snow, op. cit.
5. E E Lawler, P A Renwick, R J Bullock,. -Employee
Influence on Decicions: An Analysis. Journal of,
Occupational Behavior,2. pp. 115-123.
J D Wright, R F Hamilton, Education and Job
Attitude among Blue-collar Workers. Sociology of Work
and Occupations, 1979. pp 59-83.
are responsible for supervising training, encouraging and
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employees do have greater chances to realize their,
expectations.
Surprisingly, there is no direct evidence showing a
6
positive relationship between education and performance
7
According to another study, -there may be such positive
relation only under the following circumstances:
i. the job requires specialized skills
ii. the education emcompasses job relevant skills
and
iii. the person is motivated to perform the job
In other words, higher education level raises one's
job expectations but does not link with higher job
performance or job satisfaction. Further, the raised job
expectations tend to lead to more upward job mobility both
within and between organizations.
Job Behaviour And Job Satisfaction
The relationship between performance and job
satisfaction attracts much attention from the rseachers.
The early studies supported a general view that a happy
8
worker is a productive worker. Later, a careful review of
the research studies indicated the correlations between
these two variables vary within an extremely large
9.
range and the correlation was 0.04. The direction of the
6. Wright Hamilton. op. cit
7. E E. Lawler, Motivation in Work Organizations. Monterey,
CA: Brooks/Cole. 1973.
8. S P. Robbins, Organizational Behavior: Concepts
Controversies, and Applications. Prentice-.Hall
International Inc. 1986. P.107.
9. V H. Vroom, Work and Motivation. New York: Wiley, 1964.
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influence is another focal point. Some studies showed that
good performance led to satisfaction rather than the other
10
way round. The rationale was that the better you did a
job, the more intrinsically you would feel good about it.
Additionally, assuming the organization rewards good
performance, the reward itself further reinforces the
satisfaction.
Among such diverse findings, one of the possible
directions to utilize job satstisfaction concept in relation
to performance is to refer to job satisfaction by
individual components (e.g. satisfaction with pay,
satisfaction with job nature) so that more specific
conclusions can be reached.
The analysis of the moderating variables, e.g.
characteristics of target group, organization environment
and the economic environment also helps to give more
insight in the job satisfaction within specific
organization. The design of our study on job satisfaction of
graduate employees in the BOC Group follows the above
approach.
Turnover is an important concern for the
organization and job satisfaction does affect it, although
it is only one of the many influences. Satisfaction was
11
found negatively related to turnover. Yet, Lawler
10. C N. Greene, The Satisfaction-Performance Controversy.
Business Horizons, Feb 1972. pp.31-41.
E E. Lawler, op. cit.
11. E E. Lawler, op. cit.
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argued that turnover was much influenced by the
availability of other positions. Even if a person was very
dissatisfied with his or her job, he or she was not likely
to leave unless much more attractive alternatives were
available. This seems a valid conclusion judging from the
overall higher turnover rates as a result of full employment
in Hong Kong within recent years.
Other factors such as expectations about alternative
job and length of tenure with the organization are important
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collection method and means of statistical analysis which
help to find the job satisfaction levels of the existing
employees within the Group as well as the relationship
between different variables.
At the beginning of the study, we have prepared two
sets of questionnaires (Appendix 1 2) to be distributed to
the graduate employees now working for the Group
(Questionnaire Set 1) and those who had resigned from the
Group (Questionnaire Set 2) respectively.
Population and Sample
Our study focuses on the matching of expectations
from both the graduate employees and the management of the
Group. Such matching is discussed in the stages of
recruitment, training, job satisfaction at work and turnover
analysis. The population includes all employees within the
Group who have received formal tertiary education. As the
total population is estimated to be about four. hundred and
fifty, it is our intention to capture the whole population.
However, it is quite difficult to reach individual graduates
through our own connection because we cannot obtain their
name list and addresses.
15
We try to reach the graduates through the personnel
departments of individual banks. At the beginning, we sent
letter (Appendix 3) to each personnel department within the
Group requesting for their assistance to distribute the
questionnaires for us. The letter was followed by our
telephone call. Fortunately, we obtained the assistance
from eight banks within the Group. They include:
Bank of Communications
The China and South Sea Bank Limited
The China State Bank Limited
Chiyu Banking Corporation Limited
Kincheng Banking Corporation
The Kwangtung Provincial Bank
Nanyang Commercial Bank, Limited
The Yien Yieh Commercial Bank Limited
A total of 290 questionnaires in Set 1 were sent
through the personnel departments at the end of January.
The questionnaires were then distributed to their existing
graduate employees. The questionnaires were to be returned
directly to us by the stamped, self-addressed envelopes.
106 copies of completed questionnaires were received, which
represents a response rate of 36.6 percent. Also, four
banks agreed to distribute Questionnaire Set 2 to those who
had resigned. A total of 100 questionnaires were sent of
which 27 copies were returned, representing a response rate
of 27 percent. In respect of the population, our sample of
existing graduate employees represented 23.6 percent of the
total population.
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Variables for Analysis in this Study
The dependent variables included in this study are
listed as follows
(1) Overall satisfaction level
(2) Satisfaction level of the following ten
sub-factors:
a. Opportunity for advancement in the organization
b. Getting exposure for future advancement outside
the organization
c. Quality of training provided
d. Opportunity to make full use of special
aptitudes/academic training
e. Holding a responsible position
f. Compensation (salary fringe benefits)
g. Job security
h. Participation in decision making
i. Relations with colleagues and
j. Relations with supervisor.
(3) Factors relating to expecation of the employees
are as follows:
a. Opportunity for advancement in the-organization
b. Getting exposure for future advancement outside
the organization
c. Quality of training provided
d. Opportunity to make full use of special
aptitudes/academic training
e. Holding a responsible position
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f. Compensation (salary fringe benefits)
g. Job security
h. Participation in decision making
i. Relations with colleagues and
j. Relations with supervisor.




d. Institution from which the respondent graduated
e. Service length
f. Present position
g. Present annual salary (bonus excluded) and
h_ Nature of bresent'department.
Analytical Framework
The collected data are analyzed by using the
Statistical Package for the Social Sciences (SPSS). For all
the tests of significance, the confidence level is set at
95%. First of all, the frequency distribution of each
question and their respective mean and standard deviation
are obtained. Sample characteristics are obtained in this
section. Secondly, Kruskal-Wallis one-way ANOVA (K-Wallis
test) is conducted to find the relationship between the
dependent and independent variables. We will present the
result in table format only for those tests wits
significant difference in mean scores.
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For cross reference, we sna.Li eUillpd.LC idle uaLa
collected from existing graduate employees with that of
graduate employees who had resigned. An in-house job
satisfaction study of a leading local bank will be drawn as
a point of reference.
After preliminary data collection and analysis, we
talked to the personnel managers of two participated banks
as well as their chief executives and department heads who
have PX-Pnve experience in working with graduates.
Limitations of This Study
This study has the following limitations:
1. Not every sister bank in the BOC Group was
included.
2. Though the eight respondent banks in our sample
are grouped under the Bank of China Group, there
are yet many differences among them in respect
of the businiss emphasis, corporate goal,
management style and the approach in training
the graduate employees.
3. Some statistical data of the population such as
distribution of graduate employees among the
sister banks and the turnover rate of the
graduate employees were not available.
4. The fact that the questionnaires had to be
distributed by the banks would still arouse
doubt of the existing employees that their
feeling would be known by the bank and thus
might hinder them to respond without hesitation.
19
5. The respondent rate of the resigned employees
was deemed to be low but we could not get their
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Unless otherwise specified, the word employees refers to
.graduates now working in the Group.
Sample Characteristics
(1) Sex
From the questionnaires collected, twenty one
percent of respondents are female and seventy
nine percent are male.
(2) Marital Status
In respect of the marital status, seventy eight
percent of respondents are single whereas twenty
two percent are married.
(3) Service length in the Bank
TABLE 2
FREQUENCY DISTRIBUTION OF
SERVICE LENGTH OF RESPONDENTS
PercentageFrequencyService Length
42.545Less tnan z years
22.6242 years to less than 4 years
16.0174 years to less than 6 years
16.0176 years to less than 8 years
1.928 years or more
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141 VPar_ of Graduation
TABLE 3
FREQUENCY DISTRIBUTION OF YEAI













(5) Working experience before entering the Bank
TABLE 4
FREQUENCY DISTRIBUTION OF PREVIOUS




23.625Less than 1 year
8.591 year to less than 2 years
5.762 years to less than 3 years
3.843 years to less than 4 years
0.914 years or more
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Analysis of Results
By using Kruskal-Wallis one-way ANOVA, we try to
test the hypotheses in the following' three areas, namely,
the overall satisfaction level, the satisfaction levels of
the job factors (opportunity for advancement in the
organization, getting exposure for future advancement
outside the organization, quality of training provided,
opportunity to make full use of special aptitudes/academic
training, holding a responsible position, compensation, job
security, participation in decision making, relations with
colleagues and relations with supervisor) and the
expectations of the graduate employees in these job factors.
In this study, the confidence level set for all testings is
95%. A summary of the findings of the following sections is
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Sat 1: Satisfaction Level of Opportunity for Advancement in the
organization.
Exp 1: Expectation in Opportunity for Advancement in the
organization.
Sat 2: Satisfaction Level of Getting Exposure for future
advancement outside the organization.
Exp 2: Expectation in Getting Exposure for future advancement
outside the organization.
Sat 3: Satisfaction Level of Quality of Training provided.
Exp 3: Expectation in Quality of Training provided.
Sat 4: Satisfaction Level of opportunity to make full use of
Special Aptitude/Academic Training.
Exp 4: Expectation in opportunity to make full use of Special
Aptitude/Academic Training.
Sat 5: Satisfaction Level of Holding a Responsible Position.
Exp 5: Expectation in Holding a Responsible Position.
Sat 6: Satisfaction Level of Compensation.
Exp 6: Expectation in Compensation.
Sat 7: Satisfaction Level of Job Security.
Exp 7: Expectation in Job Security.
Sat 8: Satisfaction Level of Participation in Decision Making.
Exp 8: Expectation in Participation in Decision Making.
Sat 9: Satisfaction Level of Relations with Colleagues.
Exp 9: Expectation in Relations with Colleagues.
Sat 10: Satisfaction Level of Relations with Supervisor.
Exp 10: Expectation in Relations with Supervisor.
Overall: Overall Satisfaction Level





In respect of overall satisfaction level, the
Following hypotheses are set:
Ho: There is no difference in overall satisfaction
Level among:-
(1) employees graduated in different years
(2) employees of different service length in
Bank
(3) employees receiving different salaries
(4) employees working in department of
different nature (line/staff function in
branch/head. office)
(5) employees of different sexes
(6) single or married employees
(7) employees taken different major subjects
(8) employees graduated from different
colleges
(9) employees of different positions
Ha: There is a difference between overall
satisfaction level among:-
(1) employees of different service length in
Bank
(2) employees at different salary levels
(3) employees working in department of
different nature (line/staff function in
branch/head office)
(4) employees of different sex
(5) single or married employees
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(6) employees taken different major subjects
(7) employees graduated from different
institutes
(8) employees at different position levels
Thus, in this section, there are totally eight
hypotheses to be tested. The hypotheses are numbered as
Ho(1). Ho (2)... to Ho(8)
TABLE 6





7.8115.4658Nature of present department
10.217 7.81Major subject
Institutes from which the
12.0802 7.81employees Graduated
From the chi-square values generated in the K-Wallis
test, hypotheses Ho (3), Ho (6) and Ho (7) are rejected while
hypotheses Ho (1), Ho (2), Ho (4), Ho (5) and Ho (8) are
accepted. We rejected the four hypotheses and concluded
that:
(1) There is a difference between overall
satisfaction level among employees working in
department/branch of different nature.
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According to the -K-Wallis test and the mean
scores, we may say that employees engaging in line function
at head office are most dissatisfied when compared with
other groups of employees. The reason may be that line
function involves more routine work and, in head office the
jobs are usually further divided into smaller parts so that
the scope of the job is quite limited. They can hardly see
what they have achieved. Thus, their overall satisfaction
level is lower than those of other groups of employees.
Actually this is to our surprise that employees in Head
Office are less satisfied than those in branches. According
to the opinion of the management, graduates usually prefer
to work in head office. However, our findings showed that
they are less satisfied in the Head Office.
TABLE 7
MEAN SCORE OF OVERALL SATISFACTION LEVEI
FOR RESPONDNETS WORKING IN DEPARTMENTS
OR BRANCHES OF DIFFERENT NATURES
Nature of Department Mean Score Standard Deviation
Line function in branch 2.71 0.812
Staff function in branch 2.91 0.783
Staff function in head office 2.93 0.946
Line function in head office 3.59 0.687
Entire Sample 3.17 0..743
Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
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(2) There is a difference of mean scores of overall
satisfaction level for employees who studied different
subjects in tertiary institutes.
TABLE 8
MEAN SCORE OF OVERALL SATISFACTION LEVEL FOP
RESPONDNETS MAJORED IN DIFFERENT SUBJECTS
Major Subject Mean Score Standard Deviatior
Banking 2.67 0.764
Economics 3.26 0.819
Business Administration 3.30 1.042
Others 4.00 0.937
Entire Sample 3.22 0.876
Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
From the mean scores, we observed that employees who
majored in banking are found to be more satisfied. It may
be due to the fact that those banking majors have a more
in-depth understanding of banking industry as well as its
operations and thus joining a bank after graduation seems
to be the most natural development. They can practise what
they learned in school more readily. As a result, they feel
more satisfied.
(3) There is a difference of mean scores of
overall satisfaction level for employees who graduated from
different institutes.
There are differences between the mean responses for
the four groups of samples. It is shown that overseas
university graduates are much more dissatisfied than
polytechnic graduates. A reason for the high satisfaction
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level of polytechnic graduates is that most of them were
from the banking course and it is quite natural that they
join bank after graduation. They may have a better
understanding of how a banking career can be developed
while other university graduates who are not trained to
work in bank specifically may not well prepare themselves
for developing a banking career. For overseas graduates,
it is learned that they are given the title of senior
clerk, which is a lower grade than officer for local
university graduates, after probation. This arrangement
may hurt the morale.of the overseas graduates.
TABLE 9
MEAN SCORE OF OVERALL SATISFACTION LEVEL
FOR RESPONDENTS GRADUATED FROM
DIFFERENT INSTITUTES
Type of School Mean ScorE Standard Deviation
Polytechnic 2.89 0.891
Institutes other than those listed 3.00 0.764
Local university 3.15 0.873
Overseas university 3.84 0.794
Entire Sample 3.21 0.813
Note: 1 stands for most satisfied whereas .6 stands for
most chi ssati qfi PH
Satisfaction Level of Job Factors
In this section, we try to test the hypotheses
relating to the satisfaction level of the ten job factors.
The following hypotheses are tested:
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Ho: There is no difference in the satisfaction
level of
(a) opportunity for advancement in the organization
(b) getting exposure for future advancement outside
the organization
(c) quality of training provided
(d) opportunity to make full use of special
aptitudes /academic training
(e) holding a responsible position
(f) compensation (salary,fringe benefits,... etc.)
(g) job security
(h) participation in decision making
(i) relations with colleagues
(j) relations with supervisor
among
(1) employees of different service length
(2) employees at different salary levels
(3) employees working in department of different
nature (line/staff function in branch/head
office)
(4) employees of different sexes
(5) single and married employees
(6) employees taken different major subjects
(7) employees graduated from different colleges
(8) employees of different positions
Thus, there are totally eighty (8 x 10) hypotheses
to be tested in this section. For simplicity, the
hypotheses are numbered as Ho (al), Ho (a2),...., Ho(j7) and
Ho(i8).
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Satisfaction Level of Opportunity
For Advancement in the Organization
TABLE 10
K-WALLIS TEST RESULTS WITH SATISFACTION LEVEL OF OPPORTUNITY
FOR ADVANCEMENT IN THE ORGANIZATION AS DEPENDENT VARIABLE
chi-square critical value
Nature of present department 8.1006 7.81
14.9564Present position 11.07
Present annual salary 11_8994 9.49
According to the chi-square value generated in the
K-Wallis test, hypotheses Ho(a2), Ho(a3) and Ho(a8) are
rejected while hypotheses Ho (al), Ho (a4), Ho (a5), Ho (a6)
and Ho(a7) are accepted. We rejected the four hypotheses
and concluded that:
(1) There is a difference in satisfaction level of
opportunity for advancement in the organization between
employees working in departments/branches of different
nature.
Generally speaking, those employees performing staff
functions in either head office or branches feel more
satisfied with the opportunity for advancement than those
performing line functions. The line functions may be
percevied as less developed in the Group and there is
greater chance to take up important positions in staff
departments along the development stages.
31
TABLE 11
MEAN SCORE OF SATISFACTION LEVEL OF OPPORTUNITY FOR
ADVANCEMENT IN THE ORGANIZATION FOR RESPONDENTS WORKING
IN DEPARTMENTS OR BRANCHES OF DIFFERENT NATURES
Nature of Department Mean Score Standard Deviation
Staff function in branch 2.727 0.786
Staff function in head office 2.800 0.997
Line function in branch 2.929 0.616
Line function in head office 3.385 1.042
Entire Sample 3.053 0.977
Note: 1 stands for most satisfied whereas 6 stands
for most dissatisfied
(2) There is a difference regarding satisfaction
level of opportunity for advancement in the organization
between employees receiving different salaries.
TABLE 12
MEAN SCORE OF SATISFACTION LEVEL OF
OPPORTUNITY FOR ADVANCEMENT IN THE
ORGANIZATION FOR RESPONDENTS
AT DIFFERENT SALARY LEVELS
Present Annual Salary Mean Score Standard Deviatior
HK$l20,001- HK$150,000 2.000
.0.756
HK$150,001- HK$180,000 3.000 0.561
HK$ 90,001- HK$120,000 3.053 0.970
HK$ 60,001- HK$ 90,000 3.100 0.841
Less than HK$60,000 3.345 1.045
Entire Sample 3.072 0.834
Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
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As salary is positively linked with position level,
the finding on the relationship between salary and
opportunity for advancement here serves as cross reference
to the above section on relation between advancement and
current position level.
(3) There is a difference between satisfaction
level of opportunity for advancement in the organization
between employees holding different position levels.
TABLE 13
MEAN SCORE OF SATISFACTION LEVEL OF
OPPORTUNITY FOR ADVANCEMENT IN THE
ORGANIZATION FOR RESPONDENTS AT
DIFFERENT POSITION LEVELS
Present Position Mean Score Standard Deviation
Senior Manager 1.667 0.577
Manager 2.700 1.031
Assistant Manager 2.958 0.859
Assistant General Manager 3.000 0.637
Senior Clerk 3.250 0.866
Officer 3.378 0.982
Entire Sample 3.062 0.988
Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
Contrary to our expectation, senior managers found
it more satisfied with the opportunity for advancement in
the organization. Actually, it is quite difficult for a
senior manager to be promoted to the position of Assistant
General'Manager senior manager is a position created
in 1987. A possible explanation may arise from the fact
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that those senior managers were just promoted iii 1987 and
the said promotion was quite unexpected. Before the
position was created, most managers would know that the
chance of being promoted to the position of Assistant
General Manager was quite slim. So a promotion to senior
manager was quite encouraging. The same explanation can
also be applied to the high satisfaction of the managers.
It should be noted that both the Senior Clerk and
Officer grade are less satisfied with the advancement
prospect. They may feel that the senior positions are
blocked by graduates who joined several years earlier.
Satisfaction level of opportunity
to make full use of special
aptitudes/academic training
According to the chi-square value generated in the
K-Wallis test, only hypothesis Ho(d4) is rejected while
hypotheses Ho (dl), Ho (d2), Ho (d3), Ho (d5), Ho (d6), Ho (d7)
and Ho(a8) are accepted. We rejected hypothesis Ho(d4) and
concluded that:
(1) There is a difference between satisfaction level
of opportunity to make full use of special
aptitudes/academic training between males and females.
From the above finding, we may say,that females are
more satisfied than males in respect of opportunity to
make full use of their special aptitudes/academic training.
In fact, for all findings relating to the satisfaction
level of females and males in this study, females are found
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to be more satisfied in various aspects, including both
making full use of special training and participating in
decision making.
TABLE 14
MEAN SCORE OF SATISFACTION LEVEL OF OPPORTUNITY TO MAKE
FULL USE OF SPECIAL APTITUDES/ACADEMIC TRAINING





Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
Satisfaction Level of Holding
a Responsible Position
TABLE 15
K-WALLIS TEST RESULTS WITH SATISFACTION LEVEL





Present annual salary 11.8994 9.49
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According to the chi-square value generated in the
K-Wallis test, hypotheses Ho(e2) and Ho(a8) are rejected
while hypotheses Ho (el), Ho (e3), Ho (e4), Ho (e5), Ho (e6)
and Ho(e7) are accepted. We rejected the two hypotheses
and concluded that:
(1) There is a difference regarding satisfaction
level of holding a responsible position between employees
at different position level.
Generally speaking, employee holding a more senior
position is more satisfied in this aspect. The reason of
such positive relation is quite clear. A senior position
usually involves more responsibility and the job holder will
feel himself more important to the organization. Such sense
of importance leads to high satisfaction in respect of
holding a responsible position.
TABLE 16
MEAN SCORE OF SATISFACTION LEVEL OF HOLDING
A RESPONSIBLE POSITION FOR RESPONDENTS
AT DIFFERENT POSITION LEVELS








Note: 1 stands for most satisfied whereas 6 stands tor
most dissatisfied
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(2) There is a difference regarding satisfaction
level of holding a responsible position between employees
receiving different salaries.
The higher the salary, the higher the position
will be. As discussed above, those holding more senior
positions will find it more satisfied with respect of
position levels.
TABLE 17
MEAN SCORE OF SATISFACTION LEVEL OF HOLDING
A RESPONSIBLE POSITION FOR RESPONDENTS AT
DIFFERENT SALARY LEVELS




1.3213.128HK$ 60,001- HK$ 90,000
1.0213.552Less than HK$60,000
3.110 1.118Entire Sample
Note: 1 stands for most satisfied whereas 6 stands foi
most dissatisfied
Satisfaction Level of Participation
in Decision Making
TABLE 18
K-WALLIS TEST RESULTS WITH SATISFACTION LEVEL OF





According to the chi-square value generated in the
K-Wallis test, hypotheses Ho(h4) and Ho(h6) are rejected
while hypotheses Ho (hl), Ho (h2), Ho (h3), Ho (h5), Ho (h7)
and Ho(h8) are accepted. We rejected the two hypotheses
and concluded that:
(1) There is a difference in respect of
satisfaction level of participation in decision making
between female and male employees.
From Table 19, it can been seen that females are
more satisfied with respect of participation in decision
making. A possible explanation is that females are said to
be less ambitious than males. They are not so eager to
strive for power and influence and thus can be relatively
easy to be satisfied in this aspect.
TABLE 19
MEAN SCORE OF SATISFACTION LEVEL OF PARTICIPATION





Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
(2) There is a difference regarding satisfaction
level of participation in decision making among employees
taken different major subjects.
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The graduates with mayor subject in Danxing may nave
a more practical approach in the job and do not strive for
changes.
TABLE 20
MEAN SCORE OF SATISFACTION LEVEL OF PARTICIPATION
IN DECISION MAKING FOR RESPONDENT MAJORED
IN DIFFERENT SUBJECTS






Note: 1 stands for most satisfied whereas 6 stands for
most dissatisfied
Expectation in the Job Factors
In this section, we shall present the relationship
between graduates' expectation in the job factors
and the personal characteristics of employees. Again, the
following hypotheses are tested:
Ho: There is no difference in the expectation it
the following factors:
(a) opportunity for advancement in the
organization
(b) getting exposure for future advancement
outside the organization
(c) quality of training provided
(d) opportunity to make full use of special
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aptitudes/academic training
(e) holding a responsible position
(f) compensation (salary,fringe benefits,...
etc.)
(g) job security
(h) participation in decision making
(i) relations with colleagues
(j) relations with supervisor
among
(1) employees of different service length
(2) employees at different salary levels
(3) employees working in department of
different nature (line/staff function in
branch/head office)
(4) employees of different sexes
(5) single or married employees
(6) employees taken different major subjects
(7) employees graduated from different
institutes
(8) employees at different position levels.
Thus, there are totally eighty (8 x 10) hypotheses
to be tested in this section. For simplicity, the
hypotheses are numbered as Ho (al), Ho (a2),...., Ho(j7) and
Ho(j8).
Expectation in Getting Exposure




K-WALLIS TEST RESULTS WITH EXPECTATION IN GETTING





9.4911.1902Marital Statu Service Lengt1
Based on the chi-square value generated in the
K-Wallis test, hypotheses Ho(bl) and Ho(b5) are rejected
while hypotheses Ho (b2), Ho (b3), Ho (b4), Ho (b6), Ho (b7) and
Ho(b8) are accepted. We rejected the two hypotheses and
concluded that :
(1) There is a difference in expectation in
getting exposure for future advancement outside the
organization between single and married employees.
TABLE 22
MEAN SCORE OF EXPECTATION IN GETTING EXPOSURE FOR
FUTURE ADVANCEMENT OUTSIDE THE ORGANIZATION
FOR SINGLE AND MARRIED RESPONDENTS
Standard DeviationMarital Status Mean Scor
1.1502.282Single
1.3542.923Married
1 .229Entire Sample 2.442
Note: "1" stands for most important whereas "6" stands for
least important
Married employees usually show less willingness to
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change job. Thus getting exposure for future advancement
outside the organization is not so important to the married
employees as to single employees.
(2) There is a difference in expectation of
participation in decision making among employees who worked
for the Bank for different length of service.
TABLE 23
MEAN SCORE OF EXPECTATION IN GETTING EXPOSURE FOR FUTUR
RESPONDENTS WITH DIFFERENT SERVICE LENGTHS
Mean Score Standard DeviationService Length
2.208 1.1032 years to less than 4 years
1.3352.2674 years to less than 6 years
1.1842.311Less than 2 years
0.0003.0008 years or more
1.2133.2946 years to less than 8 years
1.2272.456Entire Sample
Note: "1' stands for most important whereas "6" stands for
stands for least important
It can be seen that generally the shorter the
service length, the more important the employees think of
getting exposure for future advancement outside the
organization to their career objective, except those who
work in the bank for less than 2 years. It is generally
agreed that for a new graduate it is more important to gain
more. exposure so that they can find it easier to change
their jobs because their sense of belonging is not well
ADVANCEMENT OUTSIDE THE ORGANIZATION FOR
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time, they may become more loyal to their employer and
advancement outside the organization becomes less important.
Expectation in Quality of
Training Provided
From the chi-square value generated in the
K-Wallis test, hypothesis Ho(c7) is rejected while
hypotheses Ho (cl), Ho (c2), Ho (c3), Ho (c4), Ho (c5), Ho (c6),
and Ho(c8) are accepted. We rejected the hypothesis and
concluded that:
(1) There is.a difference in expectation of quality
of training provided for employees who graduated from
different institutes.
TABLE 2 4
MEAN SCORE OF EXPECTATION IN QUALITY OF TRAINING
PROVIDED FOR RESPONDENTS GRADUATED FROM
DIFFERENT INSTITUTES
Type of School Mean Score Standard Deviation
2.21:Overseas university 1.032




Note: 1 stands for most important whereas 6 stands for
least important
To overseas graduates, quality of training provided
is considered more important, whereas to polytechnic
graduates, quality of training is less important. The
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underlying reason may be that polytechnic graduates had
already received specialized training in banking or commerce
so they are less eager to advance further than overseas
graduates who are less familiar with Hong Kong's banking
environment.
Expectation in Compensation
According to the chi-square value generated in the
K-Wallis test, hypothesis Ho(f2) is rejected while
hypotheses Ho (fl), Ho (f3), Ho (f4), Ho (f5), Ho (f6), Ho (f7)
and Ho(f8) are accepted. We rejected the hypothesis and
concluded that:
(1) There is a difference in the expectation
in compensation to employees' career objective between
employees at different salary levels.
TABLE 25
MEAN SCORE OF EXPECTATION IN COMPENSATION FOR
RESPONDENTS AT DIFFERENT SALARY LEVELS
Standard Deviatior.Mean ScorePresent Annual Salary
0.7311.000HK$150,000- HK$l80,000
1.2102.150HK$ 60,001- HK$ 90,000
1.0352.250HK$120,001- HK$150,000
1.196HK$ 90,001- HK$120,000 2.391
Less than HK$60,000 1.5053.138
Entire Sample 2.485 1.339
Note: 1 stands for most important whereas 6 stands for
least important
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For the higher income group, the expectation in
salary is partially met and thus they tend to put less
emphasis on salary.
Expectation in Job Security
TABLE 26
K-WALLIS TEST RESULTS WITH EXPECTATION IN





According to the chi-square value generated in the
K-Wallis test, hypotheses Ho(g5) and Ho(g7) are rejected
while hypotheses Ho (gl), Ho (g2), Ho (g3), Ho (g4), Ho (g6), and
Ho(g8) are accepted. We rejected the hypotheses and
concluded that:
(1) There is a difference in expectation in security
among employees who graduated from different institutes.
TABLE 27
MEAN SCORE OF EXPECTATION IN JOB SECURITY FOR RESPONDENTS
GRADUATED FROM DIFFERENT INSTITUTES






Note: 1 stands for most important whereas 6 stands foi
least important
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As the overseas graauates enter at a lower level
than graduates from other institutes, they may not treasure
the job security as much. They perceive that they can
easily find another job at such junior level.
(2) There is a difference in expectation of job
security among single and married employees.
TABLE 28
MEAN SCORE IN EXPECTATION IN JOB SECRUTIY
FOR SINGLE AND MARRIED RESPONDENTS




Note: 1 stands for most important whereas 6 stands for
least important
The finding confirms the general belief that married
people place more emphasis on job security than single
people. For married people, they usually have more




According to the chi-square value generated in the
K-Wallis test, hypothesis Ho(h2) is rejected while
hypotheses Ho (hl), Ho (h3), Ho (h4), Ho (h5), Ho (h6), Ho (h7)
and Ho(h8) are accepted. We rejected the hypothesis and
concluded that:
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(1) There is a difference in expectation regarding
participation in decision making among employees receiving
different salaries.
TABLE 29
MEAN SCORE OF EXPECTATION IN PARTICIPATION IN DECISION
MAKING FOR RESPONDENTS AT DIFFERENT SALARY LEVELS
Standard DeviationMean ScorePresent Annual Salary
0.3181.000HK$150,000- HK$180,000
0.5181.625HK$120,001- HK$l50,000




Note: 1 stands for most important whereas 6 stands for
least important
When the graduates receive higher salary, they will
look for power and influence to meet their high level needs.
As a result, they value decision making more important.
Expectation in Relations with Colleagues
TABLE 30
K-WALLIS TEST RESULTS WITH EXPECTATION IN RELATIONS
WITH COLLEAGUES AS DEPENDENT VARIABLE
critical valuechi-square
7.81Nature of present department 8.7148
3.845.3518Sex
8.4729 7.81Major Subject
College from which the
Pmvees graduated 13. 3770 7.81
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According to the chi-square value generated in the
'K-Wallis test, hypotheses Ho (i3), Ho (i4), Ho (i6) and Ho (i7)
are rejected while hypotheses Ho(il), Ho(i2), Ho(i5), and
Ho(i8) are accepted. We rejected the four hypotheses and
concluded that:
(1) There is a difference in expectation regarding
relations with colleagues among employees working in
departments/branches of different natures.
TABLE 31
MEAN SCORE OF EXPECTATION IN RELATIONS WITH
COLLEAGUES FOR RESPONDENTS WORKING IN
DEPARTMENTS/BRANCHES OF DIFFERENT NATURES
Standard DeviationNature of Department Mean Score
Line function in head office 2.175 0.970
2.46, 0.819Staff function in head office
2.78( 0.975Line function in branch
1.502Staff function in branch 3. 3 6
2.50( 1.055Entire Sample
Jote: 1 stands for most important whereas 6 stands tor
least important
Employees working in head office emphasize
relations with colleagues more than those working-in branch.
Phe graduates in head office are eager to develop good
relation with their colleagues as they perceive their job
is more related with that of others. The staff at branches
an work more independently.
(2) There is a difference regarding expectation in-
relations with colleagues among female and male employees.
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TABLE 32
KEAN SCORE OF EXPECTATION IN RELATIONS WITH





Note: "1" stands for most important whereas "6"stands for
least important
It is believed that females are more inclined to
gain satisfaction through support obtained from other
people and they usually care more about others' opinions.
Thus they see relations with colleagues an important factor.
(3) There is a difference regarding expectation in
relations with colleagues to employees' career objective
between employees who took different major subjects in
school
TABLE 3 3
MEAN SCORE OF EXPECTATION IN RELATIONS
WITH COLLEAGUES FOR RESPONDENTS
MAJORED IN DIFFERENT SUBJECTS






Note: "1" stands for most important whereas 6 stands for
least important
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It is possible that when the graauates are
specifically trained in banking, they are less dependent on
others to give support at work. Those trained in general
subjects may need more support and' guidance from other
colleagues.
(4) There is a difference in expectation in
relations with colleagues to career objective between
employees who graduated from different institutes.
TABLE 34
MEAN SCORE OF EXPECTATION IN RELATIONS WITH
COLLEAGUES FOR RESPONDENTS GRADUATED
FROM DIFFERENT INSTITUTES






Note: •i•• stanas tor most important wnereas ••b' stanas or
least important
AS most graauates wltn oanxing as mayor sUDjects
came from polytechnic, the relation here is again a cross
reference to the previous section.
50
Expectation of Relations With Supervisor
Accoraing to the C:Iii scum C va.iuC y C1iCi a .cu iii LILV-
K-Wallis test, hypothesis Ho(j4)* is rejected while
hypotheses Ho(jl), Ho(j2), Ho(j3), Ho(j5), Ho(j6), Ho(j7)
and Ho(j8) are accepted. We rejected the hypothesis and
concluded that :(1) There is a difference regarding
expectation in relation with supervisor to employees'
career objective between female and male employees.
TABLE 35
MEAN SCORE OF EXPECTATION IN RELATIONS WITH





Note: 1 stands for most important whereas 6 stands for
least important
Again, females find it more important to maintain a
good relationship with their supervisors. Females are
believed to be more gentle and obedient. They long to
maintain a cordial relationship with their supervisors.
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CHAPTER V
EXPECTATIONS OF THE EMPLOYER
We interviewed the following executives and managers




3. Bills Department Manager (One)
4. Personnel Manager (Two)
Manpower Planning and Service Length
Detailed follow-up questions in recruitment process
revealed that the Group employed only one or two graduates
in 1979 when one of the banks took initiative to start the
programme. Later, other banks followed suit and the number
of graduates employed each year increased to a range of 20
- 30 in some large sister banks.
The programme was initiated by individual sister
banks rather than by coordination through ..the central
management office.
Except for the starting salary, grading arrangement
and benefit levels, the member banks have free hands in
other asoects of the recruitment and training programme.
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Before summer vacation, individual banks placed
recruitment notices through the appointment service sections
of the education institutions. The graduates can apply for
more than one bank in the BOC Group and the sister banks
have to compete among themselves for the right candidates.
Upon joining, some of the member banks will ask the graduate
to sign a contract undertaking to work for the bank for at
least two years or the graduate has to pay two months'
salary as compensation upon leaving.
The basic idea of the BOC Group in employing those
graduates lies in the belief that the graduates, after
attaining a higher education standard, can easily be
trained to take up the middle management work.
On the other hand, the service length of those
graduates carries a heavy weight in terms of expectation
from the management. From the terms stated in the
employment contract, we may conclude that the expected
minimum service period is two years. Actually, one manager
commented in the interview that it costs the bank a lot to
employ a fresh graduate for training in the first two years.
After the first two years, it comes to a break even point
when the contribution of the graduate begins to cover the
costs involved. Only beyond such break-even point can the
bank enjoy net benefit.
For the graduates with the right potential, the
management expects they can stay with the bank for more thar
five years to be trained up for senior management post.
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Training
Training provided is an important consideration wrien
fresh graduates seek employment. As the recruitment is at
its peak during the summer, there may be cases where more
than ten graduates join the bank in a short period of time.
They are assigned to different departments according to the
manpower need of the bank with further consideration in
interest area of the graduates. After all,it can be said
that the manpower need of the bank outweighs the interest of
the graduate.
The training process differs among the member banks.
One of the member banks arranges a formal training period of
three months during which the graduate will bear the
trainee title and work in different departments for a
number of short periods. Another bank may assign the
graduate to station in a specific department without a
definite plan for further rotation. Usually the banks
accept the idea of rotation but cannot fully execute the
rotation training owing to the tight work schedule of
existing staff and also too many intakes of graduates at one
time during the summer.
While the new recruits are receiving on-the-job
training, they will also have chance to attend in-house
classroom training. The training may include sessions
organized by the management centre of the Group or those
conducted by internal training staff. Should 'the bank
decide not to have the formal training section, the
experienced department managers become class instructors
too.
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In the training process, the management expects the
graduates to have the flexibility to work in different
sections of the bank, including some retail branches if
necessary. However, the branch work is regarded not so
important and of low status by some graduates. They are only
keen to work in the high profile and popular departments
like merchant banking, China trade or loans department. Of
course the management cannot assign too many graduates in
the popular departments at one time and some of the
graduates just have to compromise.
Work Quality
The management expects the graduates, after
orientation, to contribute new ideas of conducting
business, or can take another approach in servicing the
clients. For example, the non-graduate staff in the
marketing department may have established a very friendly
relation with the client owing to his long service in the
bank. The management will expect the graduate employee tc
approach the client in a more professional way to identify
his banking need and subsequently submit a well structured
proposal.
In other sections like Bills Department, the
graduates are expected to take a supervisory role t strengthen internal setup. They are asked to perfect thi
work procedures to improve overall efficiency any
effectiveness.
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Expectation Reflected From Policy
The central management office of the BOC Group
issues standard policy on grading for the graduate
recruitment. Graduates from local universities and
polytechnics enter at Officer level while graduates fron
overseas universities and other tertiary education
institutes (e.g. Shue Yan College) join at Senior Clerk
level. Though it may have some other special reasons fo setting up such policy, it reflects the different levels of





In this chapter we will consolidate the aspects in
which the expectations of the graduate employees and the
management of the Group meet and in which they do not meet.
Meeting Expectations of Management
The management agrees that the potential of
graduates taking over middle management job meets their
expectation. Some bright and hard-working graduates even
take up senior management posts and commend high respect
from their colleagues. The recruitment also meets the
general manpower needs of the Group for expansion purpose
and the graduates do input new ideas into the Group.
Further, the management is pleased to see that some of the
graduate employees even take initiative to teach other
non-graduate colleagues to utilize the concepts and skills
they have learnt from the college.
As regard to loyalty expectation, 57..5 percent of
the graduates have been working with the bank for more than
two years. However, this is maintained at high cost. One
of the banks has a 26.1 percent turnover rate in the
graduate employee group last year. The loyalty of the
graduate employees is considered lower than that of
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non-graduate group. The management has to identify ways to
reduce the turnover rate or be ready to accept the high
turnover rate with corresponding manpower planning for this
category of staff.
The expectations in strengthening the management of
retail branches operation by experienced graduates is not
met. As stated earlier, graduates are not willing to be
assigned to work in branches for a long period. As retail
banking is still the core and basic operation of the Group,
the gap in the expectation has to be bridged.
Meeting Expectations of Graduate Employees
Analysis of the job satisfaction of graduate
employees by their demographic data has been discussed in
Chapter V. In the questionnaire, we ask the respondents
to rate the importance of ten job factors to reflect their
expectation in these'respects. Table 36 summaries the
findings.
The expectation scores of the graduates in the ten
job factors are quite close, with certain emphasis on
opportunity for advancement in the organization, holding a
responsible position and participation in decision making.
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TABLE 36
MEAN SCORE OF THE EXPECTATION LEVEL BY JOB FACTORS
Expectation Standard
Level DeviationJob Factors
1.0982.097Opportunity For Advance in Organization
Getting Exposure for Future Advancement
1.2292.442Outside The Organization
1.3342.923Quality of Training Provided
Opportunity to make full use of Special
1.2092.933Aptitudes/academic training
0.9222.330Holding A Responsible Position
1.3222.481Compensation
1.1832.745Job Security
1.1192.327Participation in Decision Making
1.0422.462Relations With Colleagues
1.0332.490Relations With Supervisor
Note: "1" stands for most important whereas "6" stands for
least important
It is time to review whether the expectations of
the graduates are met. First, we present an overall view of
the scores of job satisfaction levels by the ten individual
lob factors which is shown in Table 37.
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TABLE 37
MEAN SCORE OF THE SATISFACTION LEVEL BY JOB FACTOR
Satisfaction Standard
DeviationLevelJob Factors
0.984Opportunity For Advance in Organization 3.040
Getting Exposure for Future Advancement
3.350Outside The Organization 0.999
4.263 1.12Quality of Training Provided
Opportunity to make full use of Special
Aptitudes/Academic Training 1.2833.616
Holding A Responsible Position 1.2073.068.
Compensation 4.058 1.162
2.262Job Security 0.990
Participation in Decision Making 3.369 1.188
Relations With Colleagues 2.369 0.980
2.697Relations With Supervisor
1.064
OVERALL JOB SATISFACTION 3.202
Note: "1" stands for most important whereas "6" stands for
least important
From the above table. we see that the graduate!
are more satisfied in the following factors:
1. Job security (mean score 2.262)
2. Relations with colleagues (mean score 2.369)
3. Relations with supervisor (mean score 2.697)
The graduates are not so satisfied in the following
factors:
1. Quality of training provided (mean score 4.263).
2. Compensation (mean score 4.058)
0.915
60
3. Participation in decision making (mean score
3.369)
4. Opportunity to make full use of special aptitude
and training (mean score 3.616)
5. Getting exposure for future advancement outside
the organization (mean score 3.350)
6. Holding a responsible position (mean score
3.068)
7. Opportunity for advancement in the
organization (mean score 3.040)
we note tnat the graduate employees iiiu j u.U
secure and enjoy good relationship with colleagues and
superior. Their harmonious relation with colleagues is
particularly encouraging as the graduate employees are well
accepted by the non-graduate employees.
Overall speaking, the expectations of the graduates
are not adequately satisfied (overall satisfaction mean
score at 3.202). With respect to the three job factors in
which the graduates have high expectations, i.e. opportunity
for advancement in the organization, holding a responsible
position and participation in decision making,
they are in the less satisfied factor group.
In order to verify the question whether the
expectations of the graduate are adequately met, we make a
comparison of the mean scores of our sample regarding the
satisfaction levels with those obtained in a similar survey
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conducted by a leading local bank employing about bUU
university graduates. The mean scores of job satisfaction
levels of three groups, namely the BOC group's existing
employees, BOC Group's resigned employees and employees of
the leading local bank, are shown below for comparison.
TABLE 38









Note: Satisfaction level ranges from 1 (very satisfied)
- F rli gcati gfiPrl)
A stands for BOC Group's existing graduate employees
B stands for BOC Group's resigned graduate employees
C stands for graduate employees of another local
leading bank
From the comparison, we note the graduates in the
BOC Group score a higher level of satisfaction in
colleague relations. Apart from that, the scores in other
job factors show lower satisfaction levels, especially in
hA anPt of training and compensation.
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An analysis of turnover rate will also help to
evaluate the meeting of expectations of the graduates. In
general, the turnover has a positive relation with the
availability of other job offer outside the organization.
The resigned graduates responded to our questionnaire
indicated that they only spent an average of one to three
months to find a new job. 72.2 percent of those who left
joined other banks or deposit-taking companies. 50
percent of those resigned got more than 30 percent salary
increment from his/her new employer. Before they handed in
their resignation, they seldom revealed their
dissatisfaction to either their supervisor or the personnel
department of the bank. Instead, they tend to express
their dissatisfaction to other colleagues.
After bringing the expectations of both parties
together, we can conclude that the expectations of the
management are generally met. In fact, the graduates are
crucial to the expansion of the BOC Group in recent years in
terms of vacancies filled. In addition, as more members of
the middle management of the Group are graduate employees,
it lays a good foundation for future development. The major
problems faced by the management are (i) how to minimize
the turnover rate, and.(ii) how to make the graduates more
willing to work in non-high-profile departments.
To the graduates, their expectations are not
adequately met. Though the external factors such as a good
job market contribute to the turnover, the management can





xecommenaations are presenLeu IL Le LU uLiuye L11C yap
in expectations of the graduates and the management of the
BOC Group. The following discussion is in the sequencial
order of the list of less-satisfied expectations as shown ir.
Quality of Training Provided
When we address the training issue of the graduates,
it is not necessary to limit the idea to attending
classroom courses or job rotation, though these may be
part of the programme. To start, with, an orientation
programme aiming at giving an overall understanding in the
different operation units of the bank will certainly be
essential to the graduates. Orientation by passive
observation should be avoided as it usually causes
frustration to both the trainee and the personnels in the
assigned section. After the orientation, the graduates arE
usually assigned to work with a supervisor in a specific
department. The mostly used approach after the orientation
may be on-the-job training. Effectiveness of thi:




The supervisor plays a really important role in
determining the quality of the training. First of all, the
supervisor should be free of bias about the graduates,
know how to give encouragement and criticism and
commit to the personal development of the graduates. It
involves both skills and attitudes of the supervisor which
is particularly important when -the supervisor is not a
graduate himself. He may not be familiar with undergraduate
training and may feel threatened by the graduates after they
are trained. The Group may consider to organize Traininc
for Trainers seminars for the senior managers who havE
graduates working under him/her.
As to quality of work, it is found in some case
studies that it is helpful to assign, as initial tasks,
project work in team which is comprised of more experience(
staff.
Compensation
The BOC Group is aware of the fact that salary
level of their graduate employees is below market rate. In
fact, it has been proposed to adjust the salary upwards to
reduce the existing gap. According to the informal market
survey, the university graduates in some major banks have a
starting salary which is 50 percent higher than that of BOC
graduate employees. On the other hand, the BOC Group may
face the internal equity problem if they pay the graduate at
market level. The non-graduates may be very upset if they
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earn much less than the graduates. However, the Group still
has to bring the salary of its graduate employees closer to
market level.
Participation in Decision Making
In practice it is difficult to allow all the
graduates to take part in the high level decision making.
However, there are other alternatives. When placing
graduates on operation work which involves routines, the
supervisor may try to let them take part actively ir
improving the work procedures or to explore new markets.
This type of work requires more creativity and judgement.
If the management really considers the graduate:
should be followers but not decision makers in the earli
years they work with the bank, they should be informed o:
such expectation during employment interview. Providin realistic information is essential for successfu,
recruitment.
Opportunity to Make Full Use of Special
Aptitudes/Academic Training
The personnel departments of the Group can help in
this area. As discussed before, the Group may not satisfy
all graduates by placing them at high-profile departments.
Once again, the personnel department-should pose a realistic
picture for the Graduates before they decide to -join.
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supervisor to have a better understanding of the aptitudes
of the graduates by administering aptitude tests for the
graduates. Such aptitude tests are-available from external
sources.
With reference to information collected from
resigned graduates of the Group, the graduates seldom take
initiative to reveal their dissatisfaction to their
supervisors or personnel department. We think the
supervisors or the personnel department should instead take
initiative to discuss with the graduates about their
expectations at work. Personnel department here has a
role to play. During a specific period, say one year, the
Personnel Department should make frequent contacts with the
graduates to check if their aptitude are satisfied at work.
As a coordinator, the personnel can arrange department
transfer when necessary.
Getting Exposure for Future Advancement
Outside the Organization
As most of the graduates will not consider life
employment when they join the BOC 'Group after graduation,
they will certainly think of pursuing future advancement in
other organizations. Some graduates may consider it a valid
reason for leaving in order to get exposure in other
companies. We suggest that the management should freely
communicate with the graduates and let the latter know what
the management can do for them to develop their career
within the Group. Explanation in the market positioning of
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the Group is also helpful. The BOC Group is enjoying
significant growth in the banking sector and it may be a
selling point to the graduates when he is considering to
join another bank.
Holding a Responsible Position
Meeting the expectation of the graduates to hold a
responsible position largely depends on the performance of
the graduates. The better he performs, the greater chance he
will get for a responsible position. Again, this is an
organizational factor which can be dealt with at management
level.
It is understandable that not all positions are
challenging or perceived as responsible position. What
the management can do is to have a sound manpower planning
to meet the needs of the graduate employees. For example, if
the turnover was so high that the bank has to hire 30
graduates each year in order to have 15 at the end of the
year, it may took another approach to hire 20 graduates and
work hard on upgrading first-year jobs. The percentage of
retaining the newly-hired graduates will be higher.
Actually, the training and work nature of the graduates in
the first year have direct impact on their turnover rate.
Opportunity for Advancement
in the Organization
The mean. score of opportunity for advancement in
the organization is 3.04 which is at the middle of the
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scale. It indicates that the graduates do perceive that
there are opportunities for advancement in-the organization,
but'with some reservation.
The BOC Group introduced various new position levels
in the past few years, e.g. Senior Clerk, Officer, Senior
Officer and Senior Manager. Graduates may regard that
they are at an unfavourable position when compared to those
graduates who joined one or two years earlier. They
interprete adding of middle layers as a way to prolong the
ladder leading to,top management. Also, they may find that
the grading policy changes frequently and thus lose somE
confidence in their promotion prospects within the Group.
We recommend a more long-term and consistent grading
policy ot be established by the central management office
after taking into consideration of similar policy in the
banking sector.
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Student Research Projects
Dear Graduate Employee of the BOC Group,
Re: Research Questionnaire
We are writing to ask for your kind assistance in proviuiny
information for our research project. This project is part of
the requirements for our Three-year Part-time MBA Programme at
The Chinese University of Hong Kong. The topic we choose is
University Graduates Management Within the Bank Of China Group
- The Meeting of Expectations.
The purpose of the research is to investigate the expectations of
the graduate employees working in the BOC group who have had
university or polytechnic education. We will also interview some
senior managers of The Group to discuss their expectations
towards this category of staff.
Enclosed please find a copy of the questionnaire. Your opinions,
which are the most valuable input of the research, will enable us
to reflect your needs to the management of the group. All
information will be presented in statistical forms and identity
of individual response. is not required. The questionnaires will
be destroyed upon completion of the research paper.
As we are under a very tight schedule, we would be most
appreciate if you can return the completed questionnaire with the
enclosed envelope at your earliest convenience, perferably in 10
days after you receive this questionnaire. You are also cordially
invited to give us a phone call if you have any queries or if you
want to discuss the topic verbally with us.
We sincerely thank you for your assistance.
Yours truly.
Third year MBA stuaenThird-year M Student
Yam Pui LingAlice Chung en Wah
5-8411886 (Office)5-291015 ext 51 (Office)
Endorsed by:
Dr. M. K. Nyaw
Project Adviser
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PLEASE CIRCLE THE NUMBER OF THE MOST APPROPRIATE ANSWER FOR EACH
QUESTION UNLESS OTHERWISE STATED.
In the questions:
i. the Bank is defined as the bank in the Bank of China Group
(BOC Group) in which you are now working.
ii. graduates is referred to both polytechnic university
graduates.
1. Upon your graduation, what was your preference in developing




2. What was the major source of information about the Bank when
joining?
1. Publications (magazine or newspaper)
2. Friends relatives working in the Bank or the BOC Group
3. Recruitment talk from the personnel department of the
Bank or the BOC Group
4. Annnintment Services of your university/polytechnic
5. During interview
6. Others (please specify)
3. How many job offers did you get before joining the Bank?
(including the offer from the Bank)
4. What did you think were the goals of the Bank in recruiting
graduates? (Please rank the following goals in the order of
importance, 1 as the most important, 2 as the second most
important, ... etc., from 1- 6, if you thought of other
goal from 1 - 5, if you thought the following goals were
exclusive.)
For taking up management positions in the future
For raising the existing performance standard
For competing with other banks
For acquiring modern management concepts
For upgrading academic quality of employees
Others (please specify)
1 2 3 4 5 6
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EMPLOYMENT HISTORY IN THE BANK:-
5. After the formal training period, how many departments and/or
branches have you been assigned to? (please state the total
number)
In which, number of branches
number of departments
If you have worked for more than one units, please answer
questions 6 - 8, otherwise, please go to question 9.
6. Please state the number of the transfer(s) which was initiated
by yourself.




1 2 3 4 5 6




1 2 3 4 5 6
9. During your employment with the bank, now many promotions did
you get?




a. Opportunity for advancement in.
1 2 3 4 5 6
the organization
b. Getting exposure for future advance-
1 2 3 4 5 6
ment outside the organization
1 2 3 4 5 6
c. Quality of training provided
d. Opportunity to make full use of
1 2 3 4 5 6special aptitudes/academic training
1 2 3 4 5 6
e. Holding a responsible position
f. Compensation(salary,fringe benefits
1 2 3 4 5 6
...etc.)
1 2 3 4 5 61 2 3 4 5 6g. Job security
h. Participation in decision making.
1 2 3 4 5 6i. Relations with colleagues
1 2 3 4 5 6j. Relations with supervisor
present career objective.
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11. Please indicate your present level of satistaction with regard




a. Opportunity for advancement in
1 2 3 4 5 6the organization
b. Getting exposure for future advance-
1 2 3 4 5 6ment outside the organization
1 2 3 4 5 6c. Quality of training provided
d. Opportunity to make full use of.
special aptitudes/academic training 1 2 3 4 5 6
1 2 3 4 5 6e. Holding a responsible position
f. Compensation (salary, fringe
1 2 3 4 5 6benefits,...etc.)
1 2 3 4 5 6g. Job Security
1 2 3 4 5 6h. Participation in decision making
1 2 3 4 5 6i. Relations with colleagues
1 2 3 4 5 6j. Relations with supervisor
12. Considering everything, how would you rate your overall
satisfaction in the Bank at present?
VeryVery
Satisfied Dissatisfied
1 2 3 4 5 6
13. How often do you reveal your job dissatisfaction to the
following parties?
NeverVery Often
1 2 3 4 5 6a. Supervisor
1 2 3 4 5 6b. Personnel Manager
1 2 3 4 5 6c. Other Colleagues
14. What is the nature of your present department?
1. Line Function in Head Office
2. Staff Function in Head Office
3. Line Function in Branch
4. Staff Function in Branch
15. In 1987 did you ever have thought of leaving the Bank?
1. Yes, many times
2. Yes, sometimes
3. Yes, but never seriously (no action taken)
4. No, never (please go to question 17 directly)
16. In 1987, did you actively apply for jobs
Very Active Non-active
1 2 3 4 5 6
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PFRSNAT. PARTTCULARS
2. Female1. Male17. Sex
2. Single1. Married18. Marital Status
3. Otheres (please specify)
1919. Year of Graduation
20. Mninr Subiect
21. Are you a polytechnic or university graduate
1. Polytechnic Graduate
2. University Graduate (local)
3. University Graduate (overseas)
4. Others (please specify)
22. Full-time employment experience before joining the Bank:
1. No working experience 4. 2 years to less than 3 years
5. 3 years to less than 4 years2. less than 1 year
6. 4 years or more3. 1 year to less than
2 years
23. Service length in the 1anK:
4. 6 yrs to less than 8 yrs1. less than 2 yrs
5. 8 yrs or more2. 2 yrs to less than 4 yrs
3. 4 yrs to less than 6 yrs
24. Present Position:
4. Manager1. Officer
5. Senior Manager2. Senior Officer
6. Assistant General Manager3. Sub/Assistant Manager
25. Your Dresent annual salary (excluding bonus):
4. HK$120,001- HK$150,0001. less Lnan nI nu,uuu
5. HK$150,001- HK$180,0002. HK$60,001- HK$90,000
I uutg0.001- HK1120.000 6. more than HK$180,000
THE END
THANK YOU FOR YOUR COOPERATION
PLEASE RETURN YOUR COMPLETED QUESTIONNAIRE WITH THE ENCLOSED
STAMPED REPLY ENVELOPE TO:
Ms CHUNG Yuen-wah, Alice/Ms YAM Pui-ling,
c/o The Chinese University of Hong Kong,
Three Year MBA Programme Town Centre,
3/F, East Ocean Centre, Tsim Sha Tsui East, Kowloon.
74
THE CHINESE UNIVERSITY OF HONG KONG 香 港 中 文 大 學
TELEGRAM SINOVERSITY 香 港 新 界 沙 田 • 電 話 ： 零 • 六 三 五 二 一 一 一SHATIN- NT• HONG KONG- TEL.: 0-6352111 TELEX· 50301 CUHK HX
TEL. 0-6352783
工 商 管 理 学 院 硕 士 课 程 部
MBA Division APPENDIX 2
Faculty of Rnsiness Administration
January, 1988.學 生 專 題 研 究 用 箋
Student Kesearcn rrojecLs
Dear Ex-Employee of the BOC Group,
Re: Research Questionnaire
We are writing to ask for your kind assistance in providing
information for our research project. This project is part of
the requirements for our Three-year Part-time MBA Programme at
The Chinese University of Hong Kong. The topic we choose is
University Graduates Management Within the Bank Of China Group
The Meeting of Expectations.
The purpose of the research is to investigate the expectations of
the graduate employees working in the BOC group who have had
university or polytechnic education. We will also interview some
senior managers of The Group to discuss their expectations
towards this category of staff.
Enclosed please find a copy of the questionnaire. Your opinions,
which are the most valuable input of the research, will enable us
to identify ways to improve the recruitmnet and development of
the graduate employees in the BOC group. All information will
be presented in statistical forms and identity of individual
response is not required. The questionnaires will be destroyed
upon completion of the research paper.
As we are under a very tight schedule, we would be most
appreciate if you can return the completed questionnaire with the
enclosed envelope at your earliest convenience, perferably in 10
days after you receive this questionnaire. You are also cordially
invited to give us a phone call if you have any queries or if you
want to discuss the topic verbally with us.
We sincerely thank you for your assistance.
Yours truly,
Third-year MBA StudentThird year MB Student
Alice Chung en Wah Yam Pui Ling
5-291015 ext. 51 (Office) 5-8411886 (Office)
Endorsed by:
Dr. M. K. Nyaw
Project Adviser
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PLEASE CIRCLE THE NUMBER OF THE MOST APPROPRIATE ANSWER FOR EACH
QUESTION UNLESS OTHERWISE STATED.
In the questions:
i. the Bank is defined as the bank in the Bank of China Group
(the BOC Group) in which you worked in the past.
ii. graduates is referred to both polytechnic university
graduates.
1. Upon your graduation, what was your preference in developing




1 2 3 4 5 6
2. What was the major source of intormation about the Bank when
joining?
1. Publications (magazine or newspaper)
2. Friends relatives working in the Bank or the BOC Group
3. Recruitment talk from the personnel department of the
Bank or the BOC Group
4. Appointment Services of your university/polytechnic
5. During interview
6. Others (please specify)
3. How many job offers did you get before joining the Bank?
(including the offer from the Bank)
4. What did you think were the goals of the Bank in recruiting
graduates? (Please rank the following goals in the order of
importance, 1 as the most important, 2 as the second most
important, ... etc., from 1 - 6, if you thought of other goal
from 1 - 5, if you thought the following goals were exclu-
sive.)
For taking up management positions in the suture
For raising the existing performance standard
For competing with other banks
For acquiring modern management concepts
For upgrading academic quality of employees
Others (please specify)
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EMPLOYMENT HISTORY IN THE BAN
5. After the formal training period, how many aepartments anaior
branches have you been assigned to? (please state the total
number)
In which, number of branches
number of departments
If you have worked for more than one units, please answer
questions 6- 8, otherwise. please go to question 9.
6. Please state the number of the transfer(s) which was initiated
by yourself.




1 2 3 4 5 6
3. How did you find the transfere(s) arranged by the management?
Most
UndesirableDesirable
1 2 3 4 5 6
9. During your employment with the Bank, how many promotions did
you get?
10. How would you evaluate your attitude towards the following




1 2 3 4 5 6a. Opportunity for advancement in
the organization
b. Getting exposure for future advance
1 2 3 4 5 6ment outside the organization
1 2 3 4 5 6
c. Quality of training provided
d. Opportunity to make full use of
special aptitudes/academic training 1 2 3 4 5 6
1 2 3 4 5 6
e. Holding a responsible position
f. Compensation(salary, fringe
1 2 3 4 5 6benefits, ...etc.)
1 2 3 4 5 6g. Job security
1 2 3 4 5 6h. Participation in decision making
1 2 3 4 5 6i. Relations with colleagues
1 2 3 4 5 6i. Relations with supervisor
11. Considering everything, how would you rate your overall
satisfaction in the Bank by the time you resigned?
VeryVery
DissatisfiedSatisfied
1 2 3 4 5 6
7712. What were your major reasons for leaving? (Please rank the
following reasons in the order of importance, 1 as the most
important, 2 as the second most important,... etc., from 1
- 6, if you thought of other reason from' 1'- 5, if you







13. For how long had you searched for a new job before resig-
nation?
1. Less than one month
2. 1 month to less than 3 months
3. 3 months to less than 6 months
4. 6 months to less than 1 year
5. 1 year or more
14. What type of organization did you join immediately after
resignation?
1. other bank or DTC




6. others (please specify)
L5. After leaving the Bank, how many jobs have you held until
now?
16. Average service length for each job after resignation:
1. less than 1 year
2. 1 year to less than 2 years
3. 2 years to less than 3 years
4. 3 years or more
17. Immediately after resignation from the Bank, what was the
change in salary of your new iob?
1. decreased by more than 151 4. increased by 5- 15%
5. increased by 16- 30%2. decreased by 5%- 15%
3. approximately the same 6. increased by more than 30%
(Please specify:
18. How often did you reveal your intention to leave to the
following persons before resignation?
NeverVery Often
4 5 61 2 3a. Supervisor
b. Personnel Manager 1 2 3 4 5 6
c. Other Colleagues 1 2 3 4 5 6
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PERSONAL PARTICULARS
2. Female1. Male19. Sex
1. Married 2. Single20. Marital Status
3. Others (please specify)
1921. Year of Graduation
22. Maior Subiect
23. Are you a polytechnic or university graduate?
1. Polytechnic Graduate
2. University Graduate (local)
3. University Graduate (Overseas)
4. Others (please specify)
24. Full-time employment experience before joining the Bank:
1. No working experience 4. 2 years to less than 3 year!
5. 3 years to less than 4 year!2. less than-1 year
6. 4 years or more3. 1 year to less than
2 years
25. Service length in the Bank:
1. less than 2 years
2. 2 years to less than 4 years
3. 4 years to less than 6 years
4. 6 years to less than 8 years
5. 8 years or more
26. Present occupation:
27. Your present annual salary (excluding bonus):
4. HK$120,00l - HK$150,0001. less than HK$60,000
5. HK$150,001 - HK$180,0002. HK$60,001 - HK$90,000
6. more than HK$180,0003. HK$90,001 - HK$120,000
THE END
THANK YOU FOR YOUR COOPERATION
PLEASE RETURN YOUR COMPLETED QUESTIONNAIRE WITH THE ENCLOSED
STAMPED REPLY ENVELOPE TO:
Ms CHUNG Yuen-wah, Alice/Ms YAM Pui-ling,
c/o The Chinese University of Hong Kong,
Three Year MBA Programme Town Centre,
3/F, East Ocean Centre, Tsim Sha Tsui East, Kowloon.
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Member Bank of The Bank Of China Group
Dear Sir/Madam,
Re: Research Project
We are writing to ask for your kind assistance in providing
information for our research project. This project is part of
the requirements for our Three-year Part-time MBA Programme at
The Chinese University of Hong Kong. The topic we choose is
University Graduates Management Within the Bank Of China Group
- The Meeting of Expectations.
The purpose of the research is to investigate the job
satisfaction and expectations of the employees working in the
BOC group who have tertiary education standard.
We will much apreciate if you can:
(i) distribute the questionnaires to your existing employees
who have tertiary education standard. A sample of the same
is enclosed for your reference. We will send you some more
questionnaires upon your confirmation.
(ii) give us some particulars, including name, corresponding
address and telephone number of the resigned employees who
have tertiary education standard so that we can send
similar questionnaires to them.
(iii) grant us a brief interview to discuss the recruitment,
training program and career path of these employees.
As a third party researcher together with practical experience in
the personnel and banking field, we believe we can collect
valuable opinions from your employees. Identity of individual
bank will not be disclosed. After the-research, we will submit
the findings to you for reference and the data will then be
destroyed.
We sincerely thank you for your assistance.
Yours truly,
Endorsed By:
Nibti btuaent MBA Student Project Adviser
Chung Yuen Wah Yam Pui Ling Dr. M. K. Nyaw
5-291015 (Office) 5-8411886 (Office)
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